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ABSTRACT 
The purpose of the study will be to establish factors affecting implementation of 
internal communication systems in organizations with specific reference to Pink 
Tower Children’s House a Montessori School located along Mzima Spring, Lavington 
in Nairobi County.  The specific objectives of the study were to determine the effect 
of top management support, staff training, and leadership style and organization 
culture on the implementation of internal communication systems. The study will be 
significant to the management of Pink Tower Children’s House, and management of 
other Montessori Schools and other researchers.  The study adopted descriptive 
research design. The target population was 156 employees from which a sample size 
of 78 was selected using stratified random sampling technique. The instrument of data 
collection was questionnaires. Data was analyzed quantitatively and qualitatively and 
was presented inform of tables and charts.  From the study findings 91% of the 
respondents agreed that top management support affects enforcement of internal 
communication systems whereas 73% of respondent indicated that staff training 
affects enforcement of internal communication systems. Majority, 98% agreed that 
leadership style affects enforcement of internal communication systems whereas 81% 
indicated that government policy does affect the enforcement of internal 
communication systems at Pink Tower Montessori School. On  organization culture, 
78% agreed that it affects Enforcement of internal communication systems while 21% 
disagreed. It was recommended that top management must allocate enough financial 
resources and put up appropriate training programs to keep its employees updated 
with the current job requirements. The management should also be responsible and 
role models as regards the implementation of internal communication systems at Pink 
Tower Montessori School.  
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DEFINITION OF TERMS 
Top Management Support 
This is the key decision making organ in an organization. The success of any strategic 
decision undertaken by the firm management is entirely dependent on the extent to 
which executive management supports such decision.  
Staff Training  
Training is a deliberate organizational activity designed to increase the efficiency of 
employees in the performance of their job by fundamentally altering their thinking 
behaviour.  
Leadership Styles 
Leadership is a process by top management to influence subordinates behaviour for 
purposes of attaining specified organizational goals. Influence here refers to a 
situation where an employee is willing to carry out a given task or follow certain 
instructions without. Leadership therefore involves employees or followers working 
towards achieving group objectives willingly without coercion from management.  
 Organizational Culture 
The symbols and signs that can be observed such as the way we handle our visitors, 
physical layout of the facility and how to reward the staff constitutes organizational 
culture.  
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction  
This section contains background of the study, statement of the problem objectives of 
the study, research questions and the significance of the study and scope of the study. 
1.1 Background of the Study 
Strategic communication is based on the strength of the firm’s internal 
communication systems. This is closely followed by the nature of the management of 
the organizations and their key concerns (Aldag, 2005). Given the increasing and 
changing nature of communication in organizations, there is need for organizations 
and their respective managers to redesign the kind of relationships that exist between 
them and their staff (Jo&Shim, 2005) 
The tone of communication is set by the top management of an organization. Such 
communication cannot successfully meet the goals of the organization without the 
support of the Chief Executive Office or top management. Majority of the top 
companies are have successfully implemented a number of strategies through top 
down communication (Roberts, 2013).Employees always yearn for communication 
emanating from the CEO .It has also be noted that face to face communication carries 
the day. Such communication is the one that takes place between staff and their 
managers (Handy, 2010).Other studies like that of Cole   (2005) the attitudes of 
employees are influenced by kind of communication that emanates from the top 
management perhaps the reason why organizations need to underline the need for a 
face to face chat between employees and management in solving organizational and 
employee problems. 
The manager’s personal influence on employees can be exerted through effective 
communication. How employees talk about the organization, the level of job 
satisfaction, their attitudes and how they deal with each other in the organization is 
determined by the manager’s personal influence. However, personal influence is not 
in itself functional without interpersonal communication (Thong, 2012) .The 
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management of an organization should be concerned with the two polar extremes of -
any communication regime. Frist one is little communication which creates a 
conducive environment for suspicion and mistrust from employees. The second one is 
excessive communication which leads to information overload. This in turn attracts 
apathy on the part of employees and they may end up not taking the information 
seriously (Teo,2008). 
Email has become the most common channel of communication, but it is also 
considered to experience delays not only in replying but also in sending and receiving 
because it is asynchronous. Email can however find good use in disseminating same 
information to many geographically dispersed and on issues that they already have 
background information. It is of important to note that the richest communication 
vehicle is face to face communication which gives no room for non-verbal 
communication. It forms the best means of communication organizational goals and 
policies to concerned employees (Teo, 2008). 
Aberg (2007) notes that messages, databases and sources of information are the three 
most basic things that an effective communication system needs. The messages 
moving around the system must be informative .The should be based on such details 
as sales volume, new and ongoing appointments and any other ongoing or expected 
organizational changes. On th other hand databases will show where information 
required for decision making can be obtained from in a timely manner. Such 
information include issues on personnel benefits, customer contacts and registers for 
customers. Finally, it is important for an effective communication system to have the 
sources of information well-articulated. The employees can be reminded during 
meetings as in where they can get particular information for their use (Teo, 2008) 
1.1.1 Profile of Pink Tower Children’s House Montessori School Nairobi  
Pink Tower Children’s House (PITCH) was started by Mr. and Mrs. Kamau in the 
year 2005 with a population of five (5) children, two (2) teachers and two (2) support 
staff. It is located along Mzima Spring road and boosts of one hundred and thirty five 
(135) children/pupils. The demand for quality and wholesome Montessori system of 
education led to the opening of another campus (lower campus) also known as PITCH 
2 in the year 2015 and is situated along Convent road still in the Lavington area. 
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Currently, both campuses (PITCH 1 and 2) boosts of over two hundred and three 
pupils (203), seventy (70) teachers and twenty five (25) support staffs. 
The school’s philosophy is to ensure that the learning environment is not only 
sensitive and appropriate but also stimulating and one that every person’s uniqueness 
is recognized. The goal of the school is to ensure that the physical, intellectual, 
spiritual and emotional needs of children are catered for on the basis of their age 
groups. The school enjoys the advantage of attracting highly qualified teaching staff 
able to guide children in the areas of reading, numeracy music and other life related 
skills. The organogram of the school is as shown in figure 1.1 below 
      
       
                   
 
 
                                                                                                                                     
 
 
 
 
 
 
Figure 1.1 Organizational Structure of Pink Tower Children’s House   
Source: Parents &Teachers Guide for PITCH (2018)  
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1.2 Statement of the Problem 
Kenya’s Education system is undergoing changes both in the administrative structure 
and the curriculum. This requires that an efficient internal communication system is 
put in place to support the organization in informing employees of what is required of 
them. According to Thong (2012), internal communications refers to transactions 
between individuals and groups at various levels and in different areas of 
specialization and those transactions are intended to design and redesign organizations 
and co-ordinate day-to-day activities. Today’s employees are likely to want more 
information about the company for whom they work so internal communication is the 
catalyst to organizational excellence and effectiveness and it should be continuous. 
The Montessori school annual report of 2016/2018 indicates that the targets set in the 
year were not achieved. This is the period in which majority of the stakeholders rated 
the school’s service delivery poorly and staff motivation was rated at this lowest. 
Progress towards the design of teaching and learning materials for implementation of 
the new curriculum was lagging behind schedule. This study investigated the factors 
affecting implementation of f internal communication systems at Pink Tower 
Montessori School, Nairobi.   
1.3 Objectives 
1.3.1 General Objective 
The main objective of this was to evaluate the factors affecting implementation of 
internal communication systems in learning institutions with specific reference to 
Pink Montessori School, Nairobi.  
1.3.2 Specific Objectives 
i) To examine the effect of top management support on implementation of 
internal communication systems.   
ii) To determine the effect of staff training on implementation of internal 
communication systems.   
iii) To investigate the effect of leadership style on implementation of internal 
communication systems.   
iv)  To examine the effect of organization culture on implementation of internal 
communication systems.  
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1.4 Research Questions 
i)   What is the effect of top management support on implementation of internal                            
communication systems?  
ii) How does staff training affect implementation of internal communication 
systems?   
iii) To what extent does leadership style affect implementation of internal 
communication systems?   
iv) What is the effect of organization culture on implementation of internal 
communication systems?   
1.5 Significance of the study   
1.5.1   Management of the School 
The study is significant because it shall help the school management and its 
employees to understand aspects of communication within their organization. They 
will be able to develop effective internal communication systems which will help 
propel internal processes effectively. 
1.5.2   Other Researchers  
Future studies can be done on the basis of this study’s findings and 
recommendations. 
1.6 Scope of the Study 
This study area was Pink Tower Children’s House Montessori School- located along 
Mzima Springs Road Lavington, Nairobi. The target population was 146 employees 
of the three (3) departments in the school. The study was carried out between May 
and July 2018. 
1.7 Chapter Summary 
Chapter one reviewed the introductory literature on communication systems in 
organizations with background focusing on the concept of internal communication. 
The problem that the study was based on was also captured in this section with 
research objectives clearly outlined .The research questions to be answered by the 
study were highlighted with a clear outline of the study relevance. The next chapter 
will review past literature on this area of knowledge.   
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CHAPTER TWO 
 
LITERATURE REVIEW 
2.0 Introduction 
This section discusses the theoretical and empirical literature applicable to the study, 
brings out the gap to be filled by the study, outlines the conceptual framework and 
operationalizes the key variables of the study and closes with a summary of the 
chapter. 
2.1 Theoretical Review 
2.1.1 The Theory of Diffusion of Innovation 
The proponent of this theory is E.M. Rogers. The theory has its origin in 
communication and it seeks to explain how a concept or idea picks momentous over 
time and spreads in a given population with the end result being that people are going 
to adopt the new concept or idea. The theory goes further to seek to understand the 
rate of spread of new ideas or concepts across different cultural settings. In his book 
of Diffusion of Innovation, Rogers (1962) tried to make his theory popular. He 
indicated that an innovation is spread among members of a given social system 
through innovation. Rogers further emphasized that the main elements for spreading a 
new idea included innovation, channels of communication social system and time. 
This theory was considered relevant to the current study as it highlights the reasons 
why communication may be difficult in some organizations even when all systems are 
in place. 
2.1.2 Systems Theory 
The proponent of this theory is a biologist from the state of Hungry called Ludwing. 
Ludwing (1928) sought to develop principles of responding to all Ludwig (1968) in 
the fiend of research .In his book titled General systems theory, Ludwig established 
laws and principles that can be generally applied to any phenomena in the field of 
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research. The theory clarified the understanding that any phenomena can be linked to 
a relationship that exits between elements or a system. In a school setting for instance, 
various departments ae supposed to contribute to a whole. 
2.2Empirical Literature Review 
2.2.1 Top Management Support 
Literature focusing on both the private and public sector organizations agree on the 
need for unwavering support from the top management for successful implementation 
of systems. This is because top level managers sit at the decision making forums that 
will see the implementation of these systems. Focusing on small businesses, it is 
almost certain that the owner is also the manager of the business. This clearly 
indicates that the attitude of the manager entirely determines the kind of innovations 
the business is to adopt. Earlier researches have indicated that for IT implementation 
to see the light of the day, the manager has to be fully involved. In fact, as revealed in 
some other studies, the decision to have ICT integrated in the running of the 
operations of the business is in its entirety a decision to be made by the owner of the 
business and therefore conclude that the CEO support is paramount in ensuring the 
firm adopts particular systems (Vaidya, 2006).  
In adopting ecommerce, Epstien (2005) underlines the need of unwavering 
commitment from the leadership of the organization. This is because such investment 
requires enormous resources and such undertaking must have the blessings of the 
owner of the firm. Such decisions are made by the owners /managers in privately 
owned organizations .It is the responsibility of the manager to initiate and participate 
in designing clear goals for the implementation of the new system. It is however 
important that the owner of the frim is passionate and committed in seeing that the 
new system plays its role in the organization. The manager therefore needs to exercise 
both managerial and leadership skills during the cycle of implementing the new 
system to help the organization achieve its goals and move forward to prosperity 
(Johnson, 2004). 
What determines the extent to which top management is to support a given innovation 
or initiative in the organization? An understanding of this will clear to establishing 
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how managers of different organizations are going to perceive the introduction of a 
new system and its implementation. As Thong(2012)notes, the willingness of the 
CEO to bring on board new ideas and innovations directly impacts on the adoption of 
IT in the organization. This gives relevance to this study which sought to find out how 
support from top managers affect implementation of internal communication systems 
in schools in Kenya.  
The management needs to make effort to ensure that there is cohesion in the 
project/system implementation team. This can be done through collaboration and 
encouragement. The most important instrument for successful implementation of a 
system is a cohesive and well managed project team. The benefits of implementing 
new system are always enormous. It is nevertheless notable that not all organizations 
enjoy these benefits once they have implemented the new system (Teo, 2008).In terms 
of communication, the support from top management is credited for improving the 
internal communication of an organization. 
The need to engage stakeholders in the organization comes in hand in ensuring that 
the internal systems of the organization work well. This calls for a leadership at the 
top that is not only transformational bust also determined in ensuring that the new 
system works. Support from top management takes many dimensions including 
recruiting the required personnel, providing adequate financial resources and 
empowering staff through motivation training and reward. All decisions regarding 
enhancing the relevancy and efficiency of a new system need to originate from the 
managers and full backing from the CEO (Teo, 2008).  
Modern communication systems are technology oriented it is therefore clear that 
information has become a strategic tool for the running of the organization .The 
effectiveness with which this information is passed from one department to another or 
from one employee to another Is of paramount importance. This will not only see 
timely decision making but also help in making relevant decision for the growth and 
development of the organization. As sohal (2008) opines, the system of an 
organization will remain largely functional if the top managers have their eye on it. 
Other researches have indicated that top managers have a big role to play in ensuring 
that communication with the organization is relevant, timely and accepted by all 
employees. Implementing a communication system will therefore call for the top 
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managers to ensure that the staff are well equipped with the requirements of the new 
system being adopted, without this, a new good system may be in place but be of no 
value to the organization 
As stated earlier, team collaboration is very crucial in ensuring that the organization 
achieves the desired goals. It is also notable that such collaboration is attainable 
through support from top managers. Top management will ensue that consensus is 
reached in every stage of the implementation process. With the knowledge that the 
adoption of a new system is a resource intensive exercise, it is necessary for the 
managers to put all necessary effort to ensure that the team to implement the new 
system is well versed with the processes involved and remains highly cohesive 
(Sanghi, 2013). 
Turban (2010) indicates that support emanating from top managers helps to ensure 
attainment of positive project outcomes.It is of essence however to note that not all 
studies classify management support as a critical factor. As Roger( 2011) )notes, there 
is no significant and direct relationship between support from top management and 
successful implementation of a project. He however underlines training as a key 
factor in ensuring that projects are successfully implemented. It can however be 
concluded from the above literature that support from top managers is necessary for 
successful implementation of communication systems an area that this study sough to 
evaluate and give findings 
2.2.2 Staff Training  
The need to have the best Human capital has been occasioned by increased global 
competition and rapid change. The only sure way of having a well-developed and 
equipped human resource is through training. This indicates the importance of 
training in today’s business environment characterized by complex and ever changing 
job demands .It is however notable that the main concern of all levels of management 
in a number of organization’s is measuring the efficiency of training with regard to 
achieving organizational goals .This has made managers to be more sensitive on 
return expected from training as an investment. A four level evaluation developed by 
Kirkpatrick (1976) can be of help in the process of determining the worth of a training 
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Programme to an organization. This models have been beefed up by the work of 
David (2005) which sought to modify the existing ones. 
The achievement of organizational goals is one of the most distinctive roles of 
training as it seeks to incorporate the interests of both the firm and those of 
employees. (Stone, 2002). The performance of employees in many organizations 
depends on a number of factors. It is however important to note that in the current 
volatile competitive business environment, training stands as the most crucial factor 
determining employee performance as it enhances their ability to perform. Over time 
researchers among them Richard Chang (2002) have established a direct relationship 
between employee performance 
An organization will be classified as performing if the employees are performing 
.This points to the significant role played by the human capital in the achievement of 
organizational goals. It is therefore of necessity that all staff undergo training at 
whatever cost. To improve the organizational performance, it is of necessity that 
training is given to the employees of the organization. It is important to train new 
employees so that they are able to fit into the operational procedures and systems of 
the organization (Boone, 2002). 
How is a training going to achieve its objectives so as to help improve both employee 
and organizational performance? To achieve this, a training Programme should have 
to be based on specific objectives and be carried using relevant methods of training. It 
will be necessary for the management of the organization to fully understand the 
factors that affect training programs so that they can develop programs that fit the 
current needs of the organization. This calls for a thorough training needs assessment 
so as to come up with a training program that responds to the needs of the 
organization. Another aspect to keep watch on as a manager is the cope of training. 
This will determine whether the organization will need to send employees to college 
or it is an in-house training (Griffin, 2002). 
The development of human resources and training are intertwined. This is the reason 
why training has been view as a means of improving both individual and 
organizational performance. It involves applying the knowledge that has been gained 
and provides a guideline fo human behavior. Further training entails enhancing the 
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job skills and knowledge of an employee in the organization (Flippo, 1971).Training 
can also be described as a procedure of learning new skills and knowledge for a 
particular assignment or task. Training helps to establish a connection between what 
the employees knows currently and what the job requires. It is however necessary to 
emphasize the need for managers to have a clear understanding of training methods 
and the expected results. This helps to ensure that the organization engages in a well-
designed and result oriented training Programme (Beach, 1980) .It is recommended 
that the training methods’ effectiveness is evaluated so as to guarantee success of the 
Programme (Kalemci, 2005). 
All organizations seeking to increase the skills and knowledge of employees in 
performing their assignments must seek to train their staff. As Gupta (2008) explains, 
training as a process is of great significance is sharpening not only skills but also the 
knowledge of organizational staff. It gives workers an insight into a definite 
procedure required in performing a particular task. Whereas education is broad based, 
training is directed towards a particular task 
Organization undertake staff through training so as to enhance their skills, ability and 
aptitude of performing specific assignments .Taking employees through education on 
the other hand seeks to expand their general knowledge and understanding 
.Organizations also seek to develop their staff through both education and training. 
Whereas training will focus on a specific task, education will seek to develop an 
employee by imparting them with both theoretical and practical knowledge necessary 
for current and future assignment. As Bulter (2010) puts it. Training is an activity that 
is highly organized and as process seeks to enhance the job efficiency of employees 
and altering their behavior and reasoning. It also seeks to refresh the knowledge of 
employees who have been in the trade for long even when it is believed that they have 
wide experience in the procedures and use of machines. By training staff, we are not 
only seeking to just enhance performance but also ensure that there is a general 
reduction in redo, litigations and even accidents. 
Gupta (2010) outlines more other reasons why training is necessary. He cites the fact 
that organizations may have hired unqualified staff  lacking required skills for job 
performance, It may also be a form of orientation training to expose the new staff to 
organizational procedures and machines .It can also be away to improving the 
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performance of the employee whose performance has been dwindling in the recent 
past (Aldag,2005). It is also necessary to train employees who have changed jobs due 
to promotion or transfer. Technology has also been cited to be responsible for the ever 
constant change in organizations. Training is necessary so as to bring the staff up to 
speed of the requirements of new technology. The increasing complexity of jobs and 
increased competition due to globalization requires that staff are constantly trained to 
enable organizations achieve results as planned (Gupta,2008).Other advantages of 
training identified by researchers include improved quality of output and increased 
levels of productivity. It helps to reduce costs of operation and reduces employee 
turnover (Aldag, 2005),  
Additionally, a link between training and career advancement has been established. 
Staffs are able to move to higher levels in the organization faster. This in turn 
increases job satisfaction as employees are now able to earn higher salaries. Issues of 
grievances as opportunities of being promoted internally increase. The costs of hiring 
externally ae reduced in this regard.in terms of supervision, there is a tremendous 
reduction as trained employees will be able to perform their tasks to the satisfaction of 
management (Kalemci, 2005). 
There are numerous training programs that can be used by an organization to enhance 
the understanding of their employees of the systems and procedures. Among those 
identified by Gupta (2008) is training for job, orientation, promotion, refresher and 
remedial training. Whereas orientation training seeks to assist newly recruited staff 
ought to acquit themselves with the new job requirements and process, it also helps to 
enhance their confidence and self-esteem. In an effort to improve knowledge and 
skills of the workers for improved job performance, organizations provide job training 
to their staff. Employees who have been promoted to high levels require promotional 
training so as to be able to perform at this levels and the development of better 
techniques at the work place calls for refresher training. Old employee also required 
remedial training so as to handle challenges related to their behaviour and 
performance .Finally, safety training is required so as to reduce frequency and levels 
or severity of accidents in the organization. 
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2.2.3  Leadership Style 
Managers utilize a number of strategies including persuasion so as to have employees 
committed and working towards organizational goals. The manager/leader goes ahead 
to ensure that there is clarity in the goals that employee are supposed to achieve over a 
specified period of time and amount of resources. Leadership there involves 
motivating and influencing followers to contribute to organizational effectiveness and 
success Glinow (2010). 
Leadership can also be seen as a process by top management to influence 
subordinates behaviour for purposes of attaining specified organizational goals 
(Milner, 2007).Influence here refers to a situation where an employee is willing to 
carry out a given task or follow certain instructions without. Leadership therefore 
involves employees or followers working towards achieving group objectives 
willingly without coercion from management. These means that effective leadership 
is required for the success of the organization. It is the role to leadership to provide a 
working environment that is conducive for employees to work productively, seek the 
support of top management so that the objectives of the organization are achieved 
with ease. It is important to note that leadership is not only restricted to top 
management but anybody in any the organization can be a leader at different times in 
many other ways. More importantly also is to share leadership, a case where by 
managers are willing to delegate to lower level thus increasing their motivation and 
experience for higher level jobs. In delegating responsibility, an environment of 
collaboration is nurtured rather than competition calling for need for the managers to 
support initiatives emanating from employees 
By successfully managing to influence and motivate staff, then the manager will be 
said to be a leader as this action will enable the workers to accomplish the goals of the 
firm enthusiastically .It has also been established that it is not in all cases that good 
managers are good leaders .It is also possible to have a strong leader who is a very 
week manager. Through leadership styles, we are able to classify leaders in terms of 
their behavior (Bulter, 2010).Leaders use a number of leadership styles that include 
bureaucratic, autocratic, and democratic and laissez faire 
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In addition to making decisions without consulting subordinates, an autocratic leader 
will enjoy excessive loyalty to the leader. There is also excessive centralization of 
authority with close supervision and support from top management .For democratic 
style, the leader allows participative decision making by subordinates. Such 
leadership is based on group think rather than by the leader him/herself. The majority 
have their way in democratic leadership with participative decision making and 
decentralization of authority. It has the advantage of minimizing resistance to change 
and garnering employee support. A leader who allows employees to set their own 
objectives and design on how to achieve them is said to practice laissez faire form of 
leadership. The group is entirely left on their own and the leader avoids using power. 
It is however important to note that which leadership style to adopt depends on a 
number of traits and group characteristics not forgetting the nature of task being 
performed (Fair, 2007).    
The concept of dynamic leadership entails a leader who is able to give life to a group 
so that the followers or members work towards the achievement of both individual 
and group goals. The leader is able to create a good working environment that is able 
to enhance productivity and performance of staff. It is leadership that has to propel the 
wheels of the organization .It has been noted in other literature that majority of the 
businesses collapse because of poor leadership. Poor leadership can bring down the 
best business within no time. This means that the fate of an organization is entirely 
determined by the nature of leadership at the top. In conclusion therefore, we can 
attribute leadership to successful implementation of any system in an organization  
To effectively manage employee productivity and motivation, effective leadership is 
of utmost importance (Milner.2007).It is leadership that has to propel the wheels of 
the organization .It has been noted in other literature that majority of the businesses 
collapse because of poor leadership. Poor leadership can bring down the best business 
within no time. This means that the fate of an organization is entirely determined by 
the nature of leadership at the top. In conclusion therefore, we can attribute leadership 
to successful implementation of any system in an organization. This is line with the 
objective of this study which was ascertaining the extent to which leadership style 
influence the implementation of internal communication systems in schools in Kenya 
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2.2.4  Organizational Culture 
The way in which individuals, teams and groups interact with each other in their 
effort to achieve the goals of the organization is influenced by a set of norms, values 
and standards of behaviour all referred to as organizational culture (McShane, 
2006).It is through this shared norms, values and standards of behaviour that the 
problems of the organization are solved. Organizational culture helps employees and 
management to determine in advance what is expected of them from the organization. 
Organizational culture is well represented by use of artifacts. The symbols and signs 
that can be observed such as the way we handle our visitors, physical layout of the 
facility and how to reward the staff. Understand the culture of the organizational 
culture requires that we do a complete and timely assessment of the artifacts which 
most of the times are not only subtle but also ambiguous. 
Culture can be classified into power, role culture, task and expert culture. Whereas as 
power culture in centered on the idea that power emanates from the centre and serves 
as the figure head and that it is political and inclined towards resource control, role 
culture exists in a bureaucratic organization, it is also structurally classical (Handy, 
2013).Another form of culture is task culture which not only values the contribution 
of employees towards the performance of the organization but also values individual 
work performance while attaching more value to the contribution of individual 
workers. It is also necessary to train employees who have changed jobs due to 
promotion or transfer. Technology has also been cited to be responsible for the ever 
constant change in organizations. Training is necessary so as to bring the staff up to 
speed of the requirements of the culture of the organization. The increasing 
complexity of jobs and increased competition due to globalization requires that staff 
are constantly trained to enable organizations achieve results as planned 
(Gupta,2008).Other advantages of training identified by researchers include improved 
quality of output and increased levels of productivity. It helps to reduce costs of 
operation and reduces employee turnover (Aldag, 2005), finally, we have person 
culture which focuses of how individuals work separately. The various components of 
culture include that include moral judgement, values and narratives.  
Ethical conduct can be influenced by the culture of the organization. It guides the 
conduct of employees by ensuring that they remain in focused  on executing their 
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mandate .It is also clear that the culture of an organization can also be a source of 
ethical issues in an organization. It is important that an organization focuses on 
ensuring its culture is consistent with the society’s ethical values (Glinow, 2006). 
2.3 Summary and Research Gaps 
It is widely acknowledged that the CEO sets the tone for internal communication. The 
leader of an organization is automatically the designated chief communication officer, 
and successful internal communication is impossible without CEO support, because 
“successful companies lead through effective top-down communication. Top 
managers in an organization are in a role to exert strong personal influence in their 
relationships with other employees and to affect attitudes, job satisfaction, and 
consequently how employees speak about the organization to external stakeholders. 
Personal influence is an important component of relational communication.  
Changing the communication systems of an organization can affect change in the 
culture of an organization. However, this is often easier said than done, exacerbated 
by the fact that internal communication is difficult in workplaces comprised of 
different and/or competing cultures.  
Varying education levels among employees affect expectations about and satisfaction 
with communication quality as well as the need for information. A diverse and 
dispersed workforce means that a one-size-fits-all approach is highly ineffective. 
When making decisions on strategy and policy the necessity and the challenge of 
communication must be taken into account, and organizing the communication so that 
it functions effectively must be a part of the organization’s strategic priorities. 
Communication can flow in three directions: downward, upward and horizontally. 
Communication should be an equal process between the sender and receiver in order 
to get the message through. Our ability to communicate is absolutely necessary for 
cooperation in society as well as a small group such as a small organization. 
Communication even in small groups is two-way communication. 
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2.4 Conceptual Framework 
The following figures referred to as conceptual framework illustrates the relationship 
between independent and depend variable in which case implementation of internal 
communication systems depends of factors such as top management support, 
organizational culture staff training and  the style of leadership. 
                        
 
 
 
 
  
 
 
 
Figure 2.1 Conceptual Framework 
Source: Author (2018) 
2.5 Operationalization of Variables 
2.5.1 Top Management Support 
Key business decisions are made by the executive or top managers. This then points 
to the fact that the success of any strategic decision undertaken by the firm 
management is entirely dependent on the extent to which executive management 
supports such decision. It is also clear that for the implementation of any strategy to 
be successful, the hand of the top management must be lobbied in .The management 
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Staff Training  
 
Leadership Styles 
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Implementation of Internal 
Communication Systems   
Independent Variables Dependent Variable 
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should therefore ensure that the policies put in place are of high quality and well 
communicated to all employees and other stakeholders of the company. 
2.5.2 Staff Training  
The skills and knowledge of employees regarding a particular job can be increased 
through training. Training is a deliberate organizational activity designed to increase 
the efficiency of employees in the performance of their job by fundamentally altering 
their thinking behaviour. Modern organizations are having sought to improve mobility 
of staff and career advancement through training. Organization undertake staff 
through training so as to enhance their skills, ability and aptitude of performing 
specific assignments .Taking employees through education on the other hand seeks to 
expand their general knowledge and understanding .Organizations also seek to 
develop their staff through both education and training. Whereas training will focus 
on a specific task, education will seek to develop an employee by imparting them with 
both theoretical and practical knowledge necessary for current and future assignment 
2.5.3 Leadership Styles 
Leadership is a process by top management to influence subordinates behaviour for 
purposes of attaining specified organizational goals. Influence here refers to a 
situation where an employee is willing to carry out a given task or follow certain 
instructions without. Leadership therefore involves employees or followers working 
towards achieving group objectives willingly without coercion from management. 
These means that effective leadership is required for the success of the organization 
2.5.4 Organizational Culture  
Organizational culture helps employees and management to determine in advance 
what is expected of them from the organization. Organizational culture is well 
represented by use of artifacts. The symbols and signs that can be observed such as 
the way we handle our visitors, physical layout of the facility and how to reward the 
staff. Understand the culture of the organizational culture requires that we do a 
complete and timely assessment of the artifacts which most of the times are not only 
subtle but also ambiguous. 
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2.6 Chapter Summary  
The chapter commenced with the introduction which was then followed by the study’s 
theoretical review. The empirical section was reviewed according to the study’s 
objectives which involved determining the effect of factors such as; top management 
support, leadership style, and training, organization structure, working environment 
and remuneration on employee satisfaction. The conceptual framework is then 
reviewed. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter provides research methodology that was used in the study. This chapter 
comprised of target population, sampling design and data collection and analysis 
procedures. 
3.1 Research Design 
This study was taken using the descriptive design research approach .in this approach, 
data is gathered by measuring some phenomena or obtaining data from other 
documents (David, 2005).Information regarding current situation on a given aspect 
and how these phenomena affect identified variables is done through the descriptive 
research design approach. This requires a clear description of the problem to ensure 
that it is well structured and understood. 
3.2 Target Population 
Target population refers to objects in a set with observable common characteristics to 
which study findings can find a generalization (Schindlers, 2003).I support of the 
above , Kothari (2004 notes that the target population a universal set to which study 
findings can be generalized. In this case the target population was 156 employees of 
PITCH comprising Administration, Teaching staff and support staff. 
Table 3.1 Target Population 
Category Number  Percentage 
Administration  4 2 
Teaching staff 9 6 
Support Staff 143 92 
Total 156 100 
Source: Author (2018) 
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3.3 Sample Design  
By use stratified random sampling, the researcher selected 50% of the respondents to 
participate in the study. This gave a representative sample of 78 respondents were 
involved in the study .This sampling approach is credited for minimizing biasness. 
This is the main reason why the research found it fit to use it for the study. The study 
sample is as summarized in table 3.2. 
Table 3.2 Sample Size 
Category Number  Sample Size Percentage 
Administration  4 2 32 
Teaching staff 9 5 22 
Support Staff 143 71 46 
Total 150 78 100 
Source Author (2018) 
3.4 Research Instruments 
The main instrument for data collection in this study was questionnaires. The kind of 
data the researcher aimed at utilizing in this study guided the choice of questionnaires 
as an instrument for data collection. The decision was also guided by the fact that the 
instrument is not only cheaper but also time saving. The questionnaires also helped 
the study to obtain reliable information. As the study concerned itself with attitudes, 
perceptions and opinions, questionnaire was found to be the most appropriate 
instrument to collect such data because the questionnaires is credited to be easy and 
cheaper to use to administer  as the researcher seeks to obtain detailed 
information(Oso, 2005). 
3.5 Pilot Study 
In an effort to appraise the soundness of the instruments for purposes of data 
collection, a pilot study was conducted. The pilot study utilized a tenth of the sampled 
population given a total of seven employees. This researcher utilized the outcome 
from the pilot study to test for validity and reliability. The accuracy and how 
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meaningful the research results were was measured using validity. Reliability on the 
other hand indicates how consistent the results yielded by the instrument are. To 
check for reliability, the instrument for data collection is administered to the same 
group many times and comparing the results. The instruments were pretested on seven 
respondents to establish the reliability of the instruments so as determine validity and 
reliability (Kothari, 2004) 
3.6 Data Collection Procedure 
Before proceeding to the institution to collect data, the researcher obtained letter of 
authority from the office of the dean at the Management University of Africa, school 
of management and leadership .The researcher then went to PITCH to distribute 
questionnaires to the respondents .The filled questionnaires were collected after one 
week for analysis. 
3.7 Data Analysis and presentation 
There was need to package the collected data in order and structure the main 
components of the data in such a way that the collected information and findings are 
effectively and easily communicated. This is the data analysis process (Kothari, 
2004).All collected questionnaires were edited, coded and verified and tabulation of 
data done. Coding and checking of the collected data was done before the process of 
statistical analysis. The study utilized simple qualitative and quantitative methods and 
the analyzed data presented using table and charts. 
3.8 Ethical Considerations 
There was need for the researchers to conduct their studies not for purposes of 
personal gain or in ways that will affect others but with high level of integrity and 
ethics. Ethics as a branch of philosophy entails guiding behaviour of how one 
conducts him/herself (Mackinnon, 2011).To this end, it was necessary for the 
researcher to obtain permission form the University and the institution so as to collect 
data. This also called for the researcher to share a final report with the institution for 
the purpose of improving their performance. 
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3.9 Chapter Summary 
In this chapter the researcher describes the methodology used in the study; the 
research design, the sample population and the targeted sample size, the tools for data 
collection and how the data was analyzed. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
4.1 Introduction 
In this chapter the researcher carried out an analysis of data using both quantitative 
and qualitative methods. The analysis process was done on the basis of the variables 
of the research objectives. The analysis and interpretation of data was done by the 
help of analyzed tools such as graphs, pie charts and through judgment due to 
observations made. 
4.2 Presentation of Findings 
4.2.1 Response Rate 
Table 4.1 Response Rate 
Category  Number Percentage 
Response  64 87 
Non Response 14 13 
Total  78 100 
Source: Author (2018) 
The above data was presented using a chart as show below 
 
 Figure 4.1 Response Rate 
Source:   Author (2018) 
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From the analysis in table 4.1 and figure 4.1 indicates the response rate for the actual 
representation of the population. Out of 73 questionnaires distributed 64 were 
returned, that is 87% of the total population and 9 which is 13% were not returned. 
 4.2.2 Gender Analysis 
The study sought to establish the gender of the respondents involved in the study. The 
data obtained from the respondents is as summarized in table 4.2 
Table 4.2 Gender of the Respondents 
Category Frequency Percentage 
Male 53 83 
Female 11 17 
Total 64 100 
 Source: Author (2018) 
The above data was presented using a chart as shown below. 
83%
17%
Yes
No
Figure 4.2 Gender of the Respondents 
Source:   Author (2018) 
Analysis from the table 4.2 and figure 4.2 shows that 83% of the respondents were 
male while 17% were female. This can be interpreted that majority of the respondents 
were male. 
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 4.2.3 Levels of Management 
The study sough to find out the respondents as per levels of management involved in 
the study. The information obtained from the respondents is as presented in table 4.3 
and figure 4.3 
Table 4.3 Levels of Management 
Category  Frequency Percentage 
Top Level Management 1 2 
Middle Level Management 3 5 
Support Staff 60 93 
Total   64 100 
Source: Author (2018) 
 
The above data on levels of management was presented using figure 4.3 
 
Figure 4.3 Levels of Management 
Source: Author (2018) 
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Table 4.3 and figure 4.3 indicate the response of the levels of management which 
filled the questionnaires. Top level management respondent by 2%, middle level 
management by 5%, while the response of support staff being 93%. 
4.2.4 Years of Service 
The study sought to establish the number of years the respondents have served at the 
PINK. The information obtained from the respondents is as summarized and 
presented in table 4.4 and figure 4.4 
Table 4.4. Years of Service 
Category Frequency Percentage 
Less than 1 year 21 24 
1 – 2 years 8 13 
2 – 3 years 10 17 
3 – 4 years 17 31 
Above 4 years 8 15 
Total 64 100 
 Source: Author (2018) 
 
Figure 4.4 Numbers of Years of Service 
Source: Author (2018) 
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Table 4.4 and figure 4.4 indicates the analysis of work experience. Twenty four 
percent had worked for less than 1 year, 13% had 1-2 years’ experience, 17% 2 – 3 
years, 31% represented those within 3 –4 years and 15% had above 4 years of 
experience.  
4.2.5 Highest Level of Qualification  
The study sought to establish the highest educational qualification of the respondents 
involved in the study .The information obtained from the respondents is as 
summarized and presented in table 4.5 and figure 4.5. 
Table 4.5 Highest Level of Education 
Category Number  Percentage 
Secondary 23 36 
College 27 42 
University 14 22 
Total 64 100 
Source: Author (2018) 
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 Figure 4.5 Highest Level of Education 
Source: Author (2018) 
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Table 4.5 and figure 4.5 indicated that 22% of the respondents were graduates, 42% 
of respondents had college education while 36% had secondary education. This 
indicates therefore that most of the respondents were learned, hence well informed of 
the organization expectations. 
4.2.6  Top Management Support  
The researcher evaluated how the support of top management affected the internal 
communication systems implementation of Pink Tower Montessori School. The 
information obtained from the respondents is summarized in table 4.6. 
Table 4.6 Whether Top Management Support Affects Implementation Of 
Internal Communication Systems at Pink Tower Montessori School 
Category Frequency Percentage 
Yes 58 91 
No 6 9 
Total 64 100 
Source: Author (2018) 
The above information on whether top management support affects implementation of 
internal communication systems at Pink Tower Montessori School was presented as 
shown in figure 4.6 
 
Figure 4.6 Whether Top Management Support Affects Implementation of 
Internal Communication Systems at Pink Tower Montessori School. 
Source: Author (2018) 
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Table 4.6 and figure 4.6 shows the response on the effect of top management support 
on implementation of internal communication systems at Pink Tower Montessori 
School. It was established that 91% respondents indicated that top management 
support affect implementation of internal communication systems at Pink Tower 
Montessori School while 9% indicated that there is no effect. In conclusion, it was 
emphasized that top management support influences implementation of internal 
communication systems at Pink Tower Montessori School. 
4.2.7  Top Management Support 
The study sought the rating of the effect of top management support on the 
implementation of internal communication systems at Pink Tower Montessori School. 
The information obtained from the respondents is summarized in table 4.7. 
Table 4.7 Rating the effect of Top management support on Implementation of 
Internal Communication Systems at Pink Tower Montessori School 
Category Frequency Percentage 
Very Great 17 24 
Great 22 35 
Average 12 17 
No Effect 13 24 
Total 64 100 
Source: Author (2018) 
 
Figure 4.7 Rating the effect of Top management support on Implementation of 
Internal Communication Systems At Pink Tower Montessori School 
Source: Author (2018) 
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From the data collected and analyzed and presented above, the influence of top 
management on the implementation internal communication systems at Pink Tower 
Montessori School is shown. 24% of respondents indicated the extent as very great, 
35% indicated that the effect is great, 17% indicated it as average whereas only 24% 
indicated that there is no effect.  
4.2.8 Staff Training  
The study sought to find out whether staff training affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School. The information obtained 
from the respondents is as summarized in table 4.8 
Table 4.8 Whether Staff Training Affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Category Frequency Percentage 
Yes 47 73 
No 17 27 
Total 64 100 
Source: Author (2018) 
The above information whether Staff training affects Implementation of internal 
Communication Systems at Pink Tower Montessori School was presented in the 
figure 4.8. 
 
Figure 4.8 Whether Staff Training Affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Source: Author (2018) 
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The data collected, analyzed and presented above on the influence of staff training on 
implementation of internal communication systems at Pink Tower Montessori School 
is shown. It was established that 73% respondents indicated that staff training affect 
implementation of internal communication systems at Pink Tower Montessori School 
while 27% indicated that there is no effect. Based on this finding it can be inferred 
that staff training is a key factor affecting implementation of internal communication 
systems at Pink Tower Montessori School. 
4.2.9  Rating of the Effect of Staff training 
The study sought to establish the extent to which Staff training on Implementation of 
internal communication systems at Pink Tower Montessori School. The information 
obtained from the respondents is as summarized in table 4.9 
Table 4.9 Rating the Effect of Staff Training on Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Category  Frequency Percentage 
Very Great 17 26 
Great 14 22 
Average 13 20 
Low 11 17 
No Effect 9 15 
Total 64 100 
Source: Author (2018) 
The above data on the rating of the effect of Staff training on Implementation of 
internal communication systems at Pink Tower Montessori School was presented 
graphically as follows 
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Figure 4.9 Rating the Effect of Staff Training on Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Source: Author (2018) 
The data collected and analyzed on the rating of how training influences 
implementation of internal communication systems at Pink Tower Montessori School 
in presented .It was revealed from the study by majority (28%) of the respondents 
indicated that the influence of training is very great, 20% indicated that the effect is 
average, 24% indicated that it is great, 17% indicated that it is low, whereas only 11% 
indicated that there is no effect. 
4.2.10  Leadership Style   
The study to examine whether leadership style affects Implementation of internal 
communication systems at Pink Tower Montessori School. The data obtained from 
the respondents is as summarized in table 4.10. 
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Table 4.10 Whether Leadership Style Affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Category  Frequency Percentage 
Yes 63 98 
No 1 2 
Total 64 100 
Source: Author (2018)  
The above data on whether Leadership style affects Implementation of internal 
communication systems at Pink Tower Montessori School was presented using 
figur4.10 
 
Figure 4.10 Whether Leadership Style Affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Source: Author (2018)  
The data collected and analyzed on the how leadership style affects implementation of 
internal communication systems at Pink Tower Montessori School in presented. It 
was established that 98% respondents indicated that leadership style affect 
implementation of internal communication systems at Pink Tower Montessori School 
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while 2% indicated that there is no effect. Based on this finding it can be deduced that 
leadership style is a key factor affecting implementation of internal communication 
systems at Pink Tower Montessori School.  
4.2.11: Rating the Effect of Leadership style  
The study sought to establish the extent to which leadership affects the 
implementation of internal communication systems at Pink Tower Montessori School. 
The information obtained from the respondents is as summarized in table 4.9 
Table 4.11 Rating the Effect of Leadership Style on Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Category  Frequency Percentage 
Very Great 24 35 
Great 15 22 
Average 12 19 
Low 9 15 
No Affect 7 9 
Total 64 100 
Source: Author (2018) 
The above data on the rating of the effect of leadership style on implementation of 
internal communication systems at Pink Tower Montessori School was presented 
graphically as show in figure 4.11 
 
Figure 4.11 Rating the Effect of Leadership Style on Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Source: Author (2018) 
The data collected and analyzed on the rating of how leadership style influences 
implementation of internal communication systems at Pink Tower Montessori School 
in presented .It was revealed from the study by majority (35%) of the respondents 
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indicated that the influence of leadership style is very great, 19% indicated that the 
effect is average, 22% indicated that it is great; 15% indicated that it is low, whereas 
only 9% indicated that there is no affect. 
4.2.12 Organization culture 
The study to examine whether organizational culture affects Implementation of 
internal communication systems at Pink Tower Montessori School. The data obtained 
from the respondents is as summarized in table 4.12. 
Table 4.12 Whether Organization Culture Affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School. 
Category Frequency Percentage 
Yes 50 78 
No 14 22 
Total 64 100 
Source: Author (2018) 
The above data on whether organizational culture affects implementation of 
internal communication systems at Pink Tower Montessori School was presented 
using figure 
4.12
78%
22%
Yes
No
 
Figure 4.12 Whether Organization Culture Affects Implementation of Internal 
Communication Systems at Pink Tower Montessori School 
Source: Author (2018) 
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From the table 4.13 and figure 4.13, 78% of the respondents indicated that 
organization culture affect implementation of internal communication systems at Pink 
Tower Montessori School while 22% indicated that there is no effect. Based on this 
finding it can be inferred that organization culture is a key factor affecting 
implementation of internal communication systems at Pink Tower Montessori School. 
4.2.13: Rating the Effect of Organization Culture  
The study sought to establish the extent to which organizational culture affect 
implementation of internal communication systems at Pink Tower Montessori School. 
The information obtained from the respondents is as summarized in table 4.13 
Table 4.13 Rating the Effect of Organization Culture on Implementation of 
Internal Communication Systems at Pink Tower Montessori School 
Category  Frequency Percentage 
Very great 19 28 
Great 16 24 
Average 11 20 
Low 10 17 
No effect 8 11 
Total 64 100 
Source: Author (2018) 
The above data on the rating of the effect of organizational culture on implementation 
of internal communication systems at Pink Tower Montessori School was presented 
graphically as show in figure 4.13 
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Figure 4.13 Rating the Effect of Organization Culture on Implementation of 
Internal Communication Systems at Pink Tower Montessori School 
Source: Author (2018) 
The data collected and analyzed on the rating of how organizational culture influences 
implementation of internal communication systems at Pink Tower Montessori School 
in presented .It was revealed from the study by majority (28%) of the respondents 
indicated that the influence of leadership style is very great, 20% indicated that the 
effect is average, 24% indicated that it is great, 17% indicated that it is low, whereas 
only 11% indicated that there is no effect. 
4.3 Summary of Data Analysis 
4.3.1 General Information 
Out of 73 questionnaires distributed 64 were returned, that is 87% of the total 
population and 9 which is 13% were not returned. Gender response shows that 83% of 
the respondents were male while 17% were Female. Top level management 
respondent by 2%, middle level management by 5%, while the response of support 
staff being 93%. Fourteen percent of respondents were graduates, 65% of respondents 
had college education while 17% had secondary education. 4% of respondents had 
primary education. Twenty four percent had worked for less than 1 year, 13% had 1-2 
years’ experience, 17% 2 –3 years, 31% represented those within 3 –4 years and 15% 
had above 4 years of experience.  
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4.3.2 Top Management Support  
It was established that 91% respondents indicated that top management support 
affects implementation of internal communication systems at Pink Tower Montessori 
School while 9% indicated that there is no effect. It was found that 29% of 
respondents indicated that that top management support affect implementation of 
internal communication systems at Pink Tower Montessori School to a very great 
extent. However, some 11% of respondents indicated that that top management 
support affect implementation of internal communication systems at Pink Tower 
Montessori School at a low extent. The top management support and commitment can 
improve internal communication and more effective and proper collaboration and 
integration. 
4.3.3 Staff Training 
The study established that 73% respondents indicated that staff training affect 
implementation of internal communication systems at Pink Tower Montessori School 
while 27% indicated that there is no effect. Staff training effect on implementation of 
internal communication systems at Pink Tower Montessori School was felt to be very 
great by 35% respondents. 22% indicated that the effect is great, 19% indicated that it 
is average; 15% indicated that it is low, whereas only 9% indicated that there is no 
affect. Training is a crucial component in preparing new employees for their positions 
and keeping existing employees current on critical information 
4.3.4 Leadership Style  
The study revealed the effect of leadership style on implementation of internal 
communication systems at Pink Tower Montessori School. It was established that 
98% respondents indicated that leadership style affects implementation of internal 
communication systems at Pink Tower Montessori School while 2% indicated that 
there is no effect. Leadership style effect was cited to be very great by 35% 
respondents. 22% indicated that the effect is great, 19% indicated that it is average; 
15% indicated that it is low, whereas only 9% indicated that there is no affect. 
Leadership is essentially about striking the right balance between the needs of people, 
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task and goals in a given situation. The interactions within the group and with the 
leader are major factors affecting outcomes. 
4.3.5 Organization Culture 
The study established that 78% respondents indicated that organization culture affects 
implementation of internal communication systems at Pink Tower Montessori School 
while 22% indicated that there is no effect. Organization culture effect on 
implementation of internal communication systems at Pink Tower Montessori School 
was indicated that to be very great by 35% respondents. 22% indicated that the effect 
is great, 19% indicated that it is average; 15% indicated that it is low, whereas only 
9% indicated that there is no affect. Organizational culture is the collective behavior 
of humans that are part of an organization, it is also formed by the organization 
values, visions, norms, working language, systems, and symbols, and it includes 
beliefs and habits 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.1 Introduction 
This chapter presents a brief report on the summary of findings, answers to research 
questions, conclusion, recommendations, and suggestion for further studies. 
5.2 Summary of Findings 
5.2.1 How Does Top management support Affect Implementation of Internal 
Communication Systems at Pink Tower Montessori School? 
It was established that 89% respondents indicated that top management support affect 
implementation of internal communication systems at Pink Tower Montessori School 
while 11% indicated that there is no effect. From the study it was concluded that top 
management support had an effect on implementation of internal communication 
systems at Pink Tower Montessori School. 
5.2.2  How Does Staff training Affect Implementation of Internal 
Communication Systems at Pink Tower Montessori School? 
The study established that 82% respondents indicated that staff training was a factor 
affecting implementation of internal communication systems at Pink Tower 
Montessori School while 18% indicated that there is no effect. From the study it was 
concluded that staff training had an effect on implementation of internal 
communication systems at Pink Tower Montessori School. 
5.2.3  In What Ways Does Leadership style Affect Implementation of Internal 
Communication Systems at Pink Tower Montessori School? 
It was established that 67% respondents indicated that leadership style affect 
efficiency of implementation of internal communication systems at Pink Tower 
Montessori School while 33% indicated that there is no effect. Leadership style effect 
was cited to be very great by 35% respondents. 22% indicated that the effect is great, 
19% indicated that it is average; 15% indicated that it is low, whereas only 9% 
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indicated that there is no affect. From the study it was concluded that leadership style 
had an effect on implementation of internal communication systems at Pink Tower 
Montessori School.  
5.2.4 How does Organization Culture Affect Implementation of Internal 
Communication Systems at Pink Tower Montessori School? 
The study established that 81% respondents indicated that organization culture was a 
factor affecting implementation of internal communication systems at Pink Tower 
Montessori School while 19% indicated that there is no effect. Organization culture 
effect on implementation of internal communication systems at Pink Tower 
Montessori School was indicated that to be very great by 35% respondents. 22% 
indicated that the effect is great, 19% indicated that it is average; 15% indicated that it 
is low, whereas only 9% indicated that there is no affect. 
5.3 Conclusions 
Top management supports was rated high and hence the researcher can conclude that 
top management supports has been one among other factors that have affected 
implementation of internal communication systems in Learning institutions. They 
indicated that the top management plays a leading role by making available the 
critical resources, establishing an organization wide quality policy that is well 
communicated to all stakeholders, establishing a quality management structure and 
managing the entire process through close monitoring and evaluation.  
The study concluded that training is the process that enables people to acquire 
new knowledge, learn new skills and performs tasks differently concerning 
internal communication systems in learning institutions in Kenya in that appropriate 
training programs will increase the knowledge and skills of employees. Its objectives 
are to teach employees how to perform particular activities or a specific job. The 
smooth and efficient running of any organization depends directly on how well 
employees are equipped with relevant skills 
Leadership styles was rated high and hence the researcher can conclude that 
leadership styles has been one among other factors that have affected implementation 
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of internal communication systems in Learning institutions. They added that leaders 
in the organization should always be responsible and be role models to the others and 
also offer opportunities to others in the leadership process to enable effective 
implementation of internal communication systems in learning institutions. 
As indicated by the majority of respondents, organizational culture is very essential in 
the organization. It enables the employees to work towards the achievement of goals. 
It enables the employees know how they are expected to behave and what actions are 
acceptable in the organization. Good organizations culture will empower its 
employees for them to achieve their goals and those of the organization.  
5.4 Recommendations 
5.4.1  Top Management Support 
To achieve the desired quality standard means that management organization and 
management thinking has to be well structured so as to ensure that quality and 
reliability figure appropriately in corporate planning. It is essential for any manager 
not only to have a good appreciation of the fundamentals of quality and reliability, but 
also fully understand his/ her own responsibility for the management and achievement 
of quality and reliability. The top management must should allocate enough financial 
resources. 
5.4.2 Staff Training  
From the study findings, the researcher found that training affects implementation of 
internal communication systems in learning institutions. The organization should put 
up appropriate training programs to keep its employees updated with the current job 
requirements. Hence the researcher recommends that training should be geared to all 
employees regardless of their gender and job category. This will not only make the 
employees motivated but also they acquire relevant skills, knowledge and motivation 
towards the implementation of internal communication systems in learning 
institutions. 
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5.4.3 Leadership Style  
It was recommended that the learning institutions need take the managers through a 
leadership training course. Employees should be involved in decision making to 
achieve organizational goals and to seek willing acceptance of these decisions. 
Therefore the researcher recommends that the leaders in the organization should 
always be responsible and role models to the others and also offer opportunities to 
employees in the leadership process to enable effective implementation of internal 
communication systems in learning institutions.  
5.4.4 Organization Culture  
The study recommends that learning institutions should ensure that there is extensive 
research on how to ensure that good culture is achieved in all levels of management to 
deal with implementation of communication. It is very important for managers to 
recognise and understand their own culture and how cultural differences occur, and 
also cultural insights are vital in the understanding the tension between local cultures 
and global issues affecting learning institutions 
5.5 Suggestions for Further Research 
The study focused on five key variables namely: top management support, staff 
training, and leadership style and organization culture. However, there are other 
factors that can influence implementation of internal communication systems in 
learning institutions but have not been discussed in detail because they were not the 
main focus. This study therefore recommends that further study should be conducted 
on the effects of technology and cost on implementation of internal communication 
systems in learning institutions.  
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APPENDICES 
APPENDIX I: QUESTIONNAIRE 
Tick Where Appropriate and For Explanation, Please Be Brief 
 
SECTION A:  PERSONAL INFORMATION 
Gender 
Male  
Female           
Which is position in the management? 
Top Level Management 
Middle Level Management                
Support Staff 
 
Years worked in the school 
Less than 1 year         
1-2 years 
2-3 years 
3-4 years 
Above 4 years 
Highest Education level  
Primary           
Secondary 
College 
University Level 
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SECTION B: TOP MANAGEMENT SUPPORT 
5 Does top management support affect implementation of internal communication systems at 
Pink Tower Montessori School? 
 Yes   
   
   
 No  
 
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………… 
 
6. To what extent does top management support affect implementation of internal 
communication systems at Pink Tower Montessori School? 
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                     Very great  
                     Great  
                    Average 
                    No effect 
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………… 
 
SECTION C: STAFF TRAINING 
7. Does staff training affect implementation of internal communication systems in at PITCH? 
 Yes   
   
   
 No  
 
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
…………………………………………………………………………………… 
8. To what extent does staff training affect implementation of internal communication systems at 
Pink Tower Montessori School? 
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                     Very great 
                     Great 
                    Average 
                    Low 
                    No effect 
 
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………… 
 
SECTION D: LEADERSHIP STYLE 
9. Does leadership style affect implementation of internal communication systems at Pink Tower 
Montessori School? 
 Yes   
   
   
 No  
 
Explain 
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………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………… 
 
10. To what extent does leadership style affect implementation of internal communication 
systems at Pink Tower Montessori School? 
                     Very great 
                     Great 
                    Average 
                    Low 
                    No effect 
 
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………… 
 
SECTION E: GOVERNMENT POLICY 
11. Does government policy affect implementation of internal communication systems at Pink 
Tower Montessori School? 
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 Yes   
   
   
 No  
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………………………………………………. 
 
12. To what extent does government policy affect implementation of internal communication 
systems at Pink Tower Montessori School? 
                     Very great  
                     Great  
                    Average  
                    Low  
                    Not at all 
 
Explain 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………… 
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SECTION F: ORGANIZATION CULTURE 
13. Does organization culture affect implementation of internal communication systems at Pink 
Tower Montessori School? 
Yes 
No 
 
Explain your answer 
………………………………………………………………………………………………………
………………………………………………………………………………………………………
…………………………………………………………………………………………. 
 
 
14. To what extent does organization culture affect implementation of internal communication 
systems at Pink Tower Montessori School? 
                     Very great 
                     Great 
                    Average 
                    Low 
                    No effect 
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Explain your answer  
………………………………………………………………………………………………………
………………………………………………………………………………………………………
……………………………………………………………………………………………………… 
 
